Abstract. The paper is based on the theory of psychological contract violation, analyzes the characteristics of migrant workers, carries out in-depth study of formation process of migrant workers' psychological contract violation, discovers the causes of migrant workers' psychological contract violation, and put forwards the corresponding preventive measures.
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Introduction
Migrant workers are the product of China's reform and opening up and continuous industrialization of country, and are a distinctive group. Migrant workers are relatively low in China's political, economic and social status, mainly engage in physical labor in the enterprise, who occupy a low status when compared with other employees. Migrant workers are the main groups of China's industrial workers. Because of the rapid development of our country, improvement of people's living standards, and the improvement of the whole people's quality, the farmers have the legal consciousness, awareness of rights and the corresponding professional technology. However many enterprises do not pay much attention to the migrant workers, and it has emerged the problem of "labor shortage", which results in the frequent occurrence of migrant workers' psychological contract violation, and increase of leaving rate. In this context, the study of the psychological contract violation and management of migrant workers will help the community to understand the rural migrant workers and improve their status. Reducing the psychological contract violation and break of migrant workers is conducive to the management of migrant workers, the development of industrialization and social harmony.
The Concept and Characteristics of Migrant Workers The Concept of Migrant Workers
Zhang Yulin Professor proposed in 1983 that: "migrant workers refer to workers with agriculture accounts who work in the local township enterprises or enter urban areas. Migrant workers are the unique product of China's urban-rural dual system, and are a special social group in the special historical period of China". On the basis of this concept, most scholars believe that the concept of migrant workers has a narrow and broad sense. Migrant workers refer to the rural labor force who enter the urban areas to work from different places. Generalized migrant workers refer to those workers that retain the nature of agricultural population census register, are recruited by urban and rural enterprises and institutions, and are engaged in the second and third industry labor, and mainly rely on the earnings of workers. The concept of migrant workers was first appeared in the internal publication of "sociological research" of 1984 Chinese Academy of Social Sciences. They are a special labor group under the interaction between the reform and opening up and the development of China's national background.
The Characteristics of Migrant Workers
Compared to the general staff, the characteristics of migrant workers have mainly the following aspects: 1. Migrant workers are mainly young and middle-aged adults, have low levels of education, and the development conditions are poorer than the normal staff. 2. Based on mainly manual labor, and high working intensity, position in the enterprise are generally the lowest. 3. Migrant workers focus on a number of middle and low industries with a high frequent mobility and they are more liable to leave their jobs than ordinary staff. 4. They mainly belong to informal employment with low wages, and medical care, life, and housing are not fully guaranteed. 5. Awareness of protection rights is poor. Compared with the general staff, their fulfillment of the labor contract and psychological contract is poor, and are more concerned about the treatment of salary.
Psychological Contract Violation The Concept of Psychological Contract Violation
Since 1960s, scholars have paid attention to the psychological contract. The concept of the psychological contract was first proposed by Levenson (1962) . He is the representative of the classical psychological contract schools and they believe that, psychological contract is an implicit contract existing between the organization and employees on mutual obligations and expectations. The contract subject of psychological contract is the two sides of the enterprise and the contract, the way of the contract is mutual consent and recognition, and the content of the contract is the expectations that are mutually beneficial to the both parties. He believes that this expectation is relatively vague in consciousness, such as personal career growth space, work autonomy and so on. In the following, the "psychological contract" with Rousseau (1990) as the representative think that the psychological contract is the subjective cognition and belief of the employees' individual on employees' mutual obligation and benefits. They emphasize that the subject of contract is the individual, and the organization is only for employees to determine whether the specific provisions of the obligation provides environmental conditions for the psychological contract. The contractual ways are the individual's subjective cognition and the contents of the contract is no longer recognized and agreed by enterprises and employees. The content of psychological contract is the employees' unilateral subjective cognition on their commitment to the obligations. But so far, the definition of the concept of psychological contract has not reached a consensus, and there is still no unified view.
When we refer to the violation of psychological contract, we must refer to the other related concept---breach of psychological contract. Morrison, Robinson (1997) based on Rousseau (1989) on the staff's response analysis of the psychological contract violation, carried out a more detailed distinction for psychological contract violation. They think that if the organization violates certain clause of psychological contract, it may lead to two results. A possible result is the psychological contract breach, the other result is the psychological contract violation. The breach of the psychological contract refers to that the employee recognizes the organization does not fulfill corresponding obligations to employees based on the employee's contribution, but this cognition is not necessarily accompanied by emotional reaction of employees. Psychological contract violation is an emotional experience of individual on the cognitive basis that the organization fails to comply fully with the psychological contract, and its core is anger, and individual feels that the organization has broken his promises or he has been unfairly treated. We can see that the breach of psychological contract is more a kind of "cognitive evaluation", and psychological contract violation is mainly a kind of emotional experience. The breach of psychological contract mainly emphasizes that employees realize that the organization is contrary to the psychological contract, and the employee does not necessarily have negative emotions, which depends on the employees' attribution the psychological contract violation. If employees own the breach of psychological contract to the reason that organization is unable to perform the relevant obligations, it will not cause staff's negative mood and emotion. In contrast, if employees owns the breach of psychological contract to the reason that organization does not fulfill its obligations, it will have a strong negative effect, and result in the turnover, low performance, disappointment, anger etc. Then at this time we think employees have a psychological contract violation.
The Process of the Formation of Psychological Contract Violation
Through the interpretation of the concept of psychological contract violation, the formation process of psychological contract violation can be divided into: the establishment of psychological contract, the organization does not fulfill the relevant obligations, breach of contract and violation of contract. In several stages of the formation of psychological contract breach, the second stage is the most critical that is, the organization does not fulfill the relevant obligations, which is the source of psychological contract violation.
The source of psychological contract breach, that is, the organization does not fulfill its obligations, which can be divided into three categories: 1, the organization is unable to fulfill promises; 2, the organization intends to default; 3, there exists the ambiguity in their understanding. Organization intends to default: it refers to that the organization is unwilling or deliberately does not perform the relevant obligations, and intentionally breach the contract, that is, in fact, the organization has the ability to fulfill the commitments, but does not want. The organization is unable to fulfill promises: due to some objective reasons such as shortage of funds, shortage of personnel, etc., the organization is unable to fulfill the commitment of employees. There exists the ambiguity in their understanding: when the organization initially establishes psychological contract with staff, there exists the differences in their understanding, which results in the organization believing that they fulfill their commitment, but the staff argue that the organization can not fulfill the commitment. When these three kinds of situations occur, it may lead to the breach of the psychological contract, which causes the employees to have negative emotions, and then take the corresponding actions, and eventually lead to the violation of the psychological contract. The process of psychological contract violation is shown as Table 1 . Table 1 . Process of Psychological Contract Violation.
The Cause Analysis of Psychological Contract Violation of Migrant Workers
For migrant workers, when they complete production activities in organizations, they will subjectively think that they have fulfilled the responsibility and obligation to the organization. And they argue that the organization should fulfill their commitments, and reach their psychological expectations, namely, 1. They should get the corresponding salary on time. 2. The organization should solve the problems of its welfare. 3. They should get the guarantee of organization that employees do not arbitrarily dismiss. 4. The organization pay as a result of overtime. 5. The organization's senior should listen to the views of staff. 6. They should get fair and equitable treatment of the organization. 7. They should get the recognition of the organization and members of respect, etc. Otherwise, it will lead to the violation of the psychological contract, the low work efficiency or the intention of leaving their jobs. Through the specific study we found that the reasons for the psychological contract violation of migrant workers are as follows:
Lower Wages, and Poor Working Environment.
The status of migrant workers is more special, and they are mainly engaged in manual labor, are generally in the low level of the enterprise. Meanwhile, the labor intensity is relatively large, their income is low, and the family situation is generally lower than the traditional workers. The working environment is also relatively poor, and security can not be fully guaranteed. According to Maslow's theory of hierarchy of needs, after the satisfaction of employees at the lowest level of survival, and security requirements, the deep level of security, emotion, respect and other needs can play the stimulating role. Salary security and security guarantee are the same for any employee, and are the most fundamental needs. If the salary provided by the organization is unable to meet their basic living consumption, the working environment provided cannot make employees get safety guarantee, they will cause the psychological contract violation of migrant workers.
Development Space Provided by the Organization is Narrow
Employees have a sense of progress, so do migrant workers. Although they are farmers, it does not mean that they are unwilling to carry out the status of transformation under the current system. Many organizations invest less in the cultivation of agricultural workers, and the training time is relatively short and let them engage in simple manual labor, with little regard for the cultivation of migrant worker's skills. Furthermore, the mobility of migrant workers is frequent, and many companies fear that employee will level their jobs after improvement of skills. In the new era, the employee's responsibility provided by the organization is not only the salary guarantee, but also the professional development space has become an indispensable part of the psychological contract. This is also an important reason to induce the psychological contract violation.
The Organization Dismisses Employees without Reasons
Migrant workers on the group, compared with ordinary employees, generally have low the cultural level, have a large number and their own legal and rights awareness is relatively poor, and most of them do not sign the contract with the organization. In addition, most of the employing units in the country do not pay much attention to migrant workers, leading to the dismissal of employees without reasons. According to the theory of belief, the external subject of rights is the second drive source of belief. When employees are dismissed by organization without reasons, other employees perceive and interpret the negative information through the transmission of information from the outside world. They will have a negative impact on the psychological contract established with organization before, eventually leading to the psychological contract violation.
The Lack of Good Communication Mechanism and the Attention of the Organization
Many senior managers in organizations do not attach importance to the status of migrant workers, and pay more attention to knowledge-intensified employees and market competition. They give little attention to the migrant workers, and seldom communicate and interact with migrant workers. Although most migrant workers engage in manual labor, there are many experienced staff who are keen to find problems existing in the work. They are diligent and dedicated in the post, but are not recognized by organization and can not carry out good communication with managers, resulting in lower expectations of the employees to the organization, and a bad mood. It will produce psychological contract violation.
According to the existing research results, behind psychological contract violation, workers tend to lead to following negative consequences: employees' satisfaction is lower, citizenship behavior of employee in the organization is reduced, employees are full of anger, the performance of employees decreases, and employees have leaving intention or quit their jobs. These negative results may lead to situations that the organization economic benefits obtained in production are reduced and the overall level of relations between employees and enterprises will be reduced, which will make enterprises negative in front of the public image, and even lead to more serious inharmonious phenomenon in the enterprise. This is extremely detrimental to the progress of the enterprise, development, image and harmony.
Preventive Measures of Migrant Workers' Psychological Contract Violation

Focus on the Recruitment, Treat Each Other Honestly to Form a Good Psychological Contract
Recruitment is the first time for organization and employees to know each other, and is also the initial stage that psychological contract is established. We often say that the first image is very important, the same as with the organization and the staff. If both sides do not form a good psychological contract at the beginning, it will lay a foundation for the psychological contract breach and violation. When recruiting, organizations must provide their employees with reliable information, and do not exaggerate the benefits and advantages of the organization itself. Some organizations try to attract excellent employees with false information, but they can not fulfill their promises in the end. This behavior can lead to the breach of the psychological contract of employees and the ultimate violation. Of course, employees should also provide their own true and reliable information to the organization, enables organizations to fully understand yourself, and don't exaggerate their own advantages while trying to get better treatment. In general, the two sides should treat each other with sincerity, and initially form a good psychological contract to reach a consensus.
Pay More Attention to the Problem of Salary, and the Development of Staff, and Maintain the Fundamental Interests of Employees
With the progress of the times, improvement of people's living standards, migrant workers not only attach importance to the their salary and welfare issues, also expect to improve its soft power that can help them shake off poverty in today 's rapid economic development. Organizations should firstly pay attention to the most fundamental, and concerned issues of interest of migrant workers and reasonably formulate remuneration system, do not default workers' wages, call back pay, provide a safe and comfortable working environment for employees, and let the staff work wholeheartedly. On this basis, the organization should also pay attention to employee's development. In the permission of economic conditions, organization should arrange training to enhance the skill level of employees. In the internal organization, it's better to hold more exchanges of mutual skill, promote employees to learn from each other, which is conducive to the realization of self-worth of the staff and reach psychological expectations of employees.
Set Fair and Impartial Reward and Punishment Mechanism, and Effectively Avoid the Breach of the Contract
Fairness tends to affect the labor enthusiasm of an employee. Any employee who wants to be treated fairly in an organization is a balance between the input and the outcome of the employee's work. When the employee's input and output are unfair compared with others, it will produce or a sense of loss or guilt. If things continue to develop in this way, employees who suffer a sense of loss will feel unfair, cast doubt on the group's management, produce certain negative emotions, resulting in the breach and violation of the psychological contract. In view of this situation, we must establish a fair and impartial reward and punishment system, so as to achieve the balance of migrant workers, management staff and employees, and effectively avoid the breach and violation of psychological contract.
Interact More with Employees, and Enhance Sense of Belonging of Employee to be Away from the Psychological Contract Violation
While providing economic benefits for employees, one of the obligations that can not be ignored is that the organization should provide employees with a warm and harmonious working environment, which depends on the interaction between the organization and the staff. Communication is an important means for the organization to understand employee satisfaction in a timely manner. Communication is conducive to reducing the occurrence of psychological contract, and the organization can find the problem in time, and solve the gap between the organization and employees. When the negative problems arise, quick resolving helps to reduce the occurrence of psychological contract violation. In addition, we should strengthen the interaction between high-level and low-level employees. An organization is composed of tens of thousands of individuals. The economic base determines the superstructure, and there will not be the superstructure without economic basis? Leadership should pay attention to the communication with employees, and shorten the distance between them, which not only contributes to the further development of the organization and the internal harmony of the organization, but gives employees a sense of belonging so that employees have emotional sustenance for organization, and are away from the psychological contract violation.
